Abstract: This study is conducted to see weather HRD practices can play an important role in personal and organizational outcomes of employees of the private organizations. The organizational culture has played a leading role in business progress in private organizations in the twenty-first century. The organizational culture can improve and promote the employee performance. This research was designed to inspect the effects of Reward System, Innovation, Control, Identity, Compromise with Conflict, Integrity, Leadership, Communication Pattern, Management Support and Organizational Culture on the performance output of employee in private organizations of Pakistan. Result of study shown that the effects of these factors influences performance of employees in private organizations. Many other factors contribute in employees performance including instinct, attitude, commitment and intact Pattern. The nine variables jointly as Organizational culture. The conclusion focuses on the increased management concern for the betterment of organization as well as employees.
INTRODUCTION
Organizational excellence has become an increasingly strategic and serious critical issue for organizations in the current competitive environment (Yaqoob, 2009 ). Most of the managers do not rely on their employees, ultimately employ don't feel a belonging with them. Management Behavior seems compulsory for organizational outcomes (Farvardin and Ghorbanpanah, 2012) . Organizational policies helps in promising a profitable culture to support improvement in an organization.
The main factor distressing employee engagement are organizational facet (Salim, 2011) . Different types of innovations in the public sector, including products, ser (vices, methods, positions, policy, governance and affectation. In addition, innovations in personal organizations are not just techniques or methods, but also new practices, new ideas which not only contain physical substance, but can also contain changes in the relations. Pestoff (2012) most of the leaders do not seek to guide. Instead, they seek to convey themselves entirely by taking on risks and mistakes and learning from difficulty. They use these skills to inspire others, to follow them and vary organizations into societies that recognize and alternate each member's highest output (US, 2012) .
Values hold up and show the decision making of every staff member, helping the organization conclusion its task and attain its dream in proper way Harry (2012) and Brennecke (2012) explained the ways of dealing with subordinates.
Integrity provide complete data and reporting on the mechanisms in place to keep away from misapplications of authority and encourage public consistency. Clearness, both in language of our methodology and findings, exemplifies the worldwide reality approach and develops the strength and reliability of our findings. As we carry on to improve our methodology and study from our exploration experiences, we welcome and value severe feedback. (The Global Integrity Report, 2011) .
Employees must have a clear knowledge about the connections between their efforts, efficiency and performance results between company outcome and their return opportunities (Heng, 2012 ) the kind of employement needed today requires employees to be high-level information workers who recurrentlymore on their own professional knowledge as well as that of their profession, But people who see themselves as knowledge employees are not afraidby systematized assembly line, with employees working as alternative widgets in a organizationalcommand-and-control atmosphere to illustrate and develop knowledge workers, employement systems need to change the direction and work association of their organizations to an environment in which professional standards of management enhancement bureaucratic and organizational forms of control, with the, pay, grade, professional independence and the high quality Private organization that go with authority work and with helpful systems of employee result, with discriminated career paths and career collection for employees (Schleicher, 2012) .
A compound skilled quality does not necessarily engage a required change to practices and observations; In addition, that this relation is an opportunity for enhanced examinedistribution and increased levels of job satisfaction and job safety. Robinson (2012) Participation of employees in decision making gives them a confidence of belonging (Saboordavoodian, and Alireza, 2012) . Performance evaluation of employees effect their working style (Schleicher, 2012) . Reward system plays an important role in employees perforance (Minbaeva, 2005) .
Performance management and reward system are the key areas which can be imoproved to get concert from employees. (Yaqoob, 2009) . In personal organization, too, law makers have often decided that top-down initiatives alone were deficient to achieve deep and strong changes in practice because organizations focused on aspects that were too reserved from the instructional center of employement and learning; (Schleicher, 2012) . A good arrangement of fight exists about how best to aggravate the methodological challenges facing the field of public estimation research (Zhang, 2010) . A conflict of interest, which can affect scientific objectivity, arises when scholars must choose between capable obligations and personal achievement. The incidence of a conflict of significance does not fundamentally mean that anything inappropriate has occurred and in some cases there may only be the appearance of a conflict of interest rather than an authentic one (Steven, 2009 ). Comproise with conflict shows the good internal environment of the organization (Feng et al., 2010) .
Training and development is necessory for employees for attainment of their responsibilities (Katsirikou, 2012) . Different viewpoint of work relations reduce job satisfaction because these different outlooks are often country or region specific, more courtesy should be paid to the cultural individuality of the country. Country's cultural disinterest and the challenges, it creates differencesin cultural values and communication patterns (Peltokorpi, 2011) . Management follows that employee believes lead to organizational outcomes linked to higher profitable returns. These are:
• Self-managed teamsand decentralization of decision making
Training and Performance • Selective Hiring Reduced Status Differentials and Information giving out. These management practices are people centred (Adekola, 2012) . Rizvi et al. (2011) proved that identity plays an important role in performance of employees.
Scholars have worked a lot over the previous two decades for resolving control of manpower issues, associated with eachother and other organizational outcomes (Zehir et al., 2012) . Control shows the beruocratic face of organizaion, so organizations have to mangae the employees not to control them. Christian et al. (2002) and Chatmanc and Margaret (2010) investigated how management behavior effect the performance of the employees. Tennakoon and Ponnu (2009) also investigated the effects of management behavoir on employees performance. Methodology: Primary data was used in the study, considering the aim of study, the research method is descriptive and Likert Scale with following choices (Strongly Disagree-Disagree-Neutral Agree-Strongly agree) was used.
MATERIALS AND METHODS

Conceptual model of the study:
Following is the conceptual model developed for study. In this model, Organizational culture is the independent variable and dependent variable is personal and organizational outcomes (Fig. 1 ).
Theoretical framework:
The independent variables which basically shows the organizational cuture, include. Innovation, Control, Reward System, Identity, Compromise with conflict, Leadership, Integrity, Participants: The population of this study consists of private organization employees working in the area of Rawalpindi and Islmabad.
Data sample information:
A total of 200 questionnaires were floatedfrom which 184 were received back, out of which 54 forms were blank and 19 suvey forms rejected ambiguis and missing information. Finally, 126 suervey forms were considered for the study. The survey was done in Private organizations of Pakistan having offices in Rawalpindi and Islamabad. Including banking sector, telecommunication sector, hotel industry and other organizations. Different types of data analysis is performed to find out the results.
RESULTS AND DISCUSSION
Demographics exposes that the Female members were 24.8 and Male were 74.9 distribution of age was as follow Below 1812.4%, 18-25 = 48.8%, 26-35 = 17.1%, 36-45 = 13.2%, Above 45 = 6.2% The results for experience were as follow fever than 5 years 27.9%, 
Reliability test with cronbach's alpha:
The following rules of thumb for checking the Cronbach's Alpha is as follow:
If value of Cronbach's Alpha is >0.9, it is Excellent, if >0.8 then it is Good, if >0.7 Acceptable, >0.6 Questionable, if >0.5-Poor and if its value is <0.5 it is considered as Unacceptable" (Joseph and Gliem, 2003) .
Reliability statistics: Table 1 shows that data is acceptable for test and found reliable as mentioned by Gliem (2003) , the value of Cronbach's Alpha for all the variables is more than 0.7, which is accepted value for reliability.
In Table 2 items minimum mean is 3.19 and Maximum 3.88, which shows that our independent variables are showing positive skewness towards strongly agree. Table 3 shows that all the variables except control and Management Support are showing strong correlation with personal and organizational outcomes. In Table 5 The R-squared statistics measures success of the regression in forecasting the values of Dependent variable Personal and Organizational Outcomes with all other variables. It is the fraction of distinction in the dependent variable explained by this regression model. This model shows that R is 0.825. It shows that 82.5% of dependent variable (Personal and Organizational Outcomes) is explained by its ten independent variables.
In Table 6 the significance is not above 0.05 which proves the model used in the study is good. 
CONCLUSION
Results of the study will be useful for the higher management of private organizations to understand how they can perform better to develop their an organizational culture where employees can better execute for their selves and for the organization how employees make out about different organizational facets which they think need to be improved, what is the importance of Communication, Innovation, Integrity, Control, innovation, Compromise with Conflict, Management Support, identity, Reward System, leadership, Control features from which they motivate to do better for their organization as well as for their own. Hence, managers must have to be known with the needs of employees in creating new ideas designation of power, the desire for spirit growth their basic needs and requirements which can help them in their personal and organizational satisfaction, in the shape of better outcomes. Future study can be conducted in the whole country or in the other cities; these do not completely cover the organizational outcomes so more variables can be taken for good results.
